Another key to success for program implementation, which will assist with buy-in and sustainability, is the collection of data and stewardship of positive outcomes in a logical and clear metric. While it does not always mean an analytical return on investment, it should resemble one and share a strong value proposition philosophy.
everyday wellness programming. The Champion Network is available for small or large inquiries, feedback, and project needs on an ongoing basis.
Use of Data for Measurement and Evaluation
Another key to success for program implementation, which will assist with buy-in and sustainability, is the collection of data and stewardship of positive outcomes in a logical and clear metric. While it does not always mean an analytical return on investment, it should resemble one and share a strong value proposition philosophy.
Simply put, start with data. Data should be used to show why you perceive there is a problem or gap to fill in your programming or services. While you may find data from varied sources online that are well researched, I have found that it's critical to make the example relate to your population directly.
For example, my review of Delta behavioral health data trends showed an increase in levels of stress and depression. Third-party medical, pharmacy, and EAP vendors provided aggregated information that I was able to use to show a higher incidence of calls and claims related to stress and anxiety. It is helpful to cite that the national rate of cases for behavioral health is increasing nationwide and is a growing health concern. Both data points helped make the case for reviewing mental health programing and perceptions at Delta and led to launching a focus on mental health tools and programs this year.
In addition to numbers, qualitative results such as surveys and testimonials are also critical to the success of your program. As part of our culture, testimonials are some of the most persuasive and compelling pieces of information we can share. The more granular you can get, the better. I would want to share testimonials from participants in specific divisions who have trialed programs and had positive health results. Additionally, the pilot programs are typically designed to have an intro survey and then another one after 12 weeks to assess behavioral changes. Again, it is important to think of these items as you plan and always have the end results and objectives in mind.
Combined, these tactics and experiences have been successful for introducing and maintaining new wellness programs at Delta and have shown to produce a stronger, healthier, and more resilient population.
Workforce Well-being at Kaiser Permanente Ben Simons, MA 1 , Michelle Mancuso, MPH 1 , and Maria Dee 1 K aiser Permanente launched its national workforce wellness program in 2010. The goal of the program is to create the healthiest workforce in the health-care industry by fostering a culture of safety, health, and well-being for the people of Kaiser Permanente. The programs and initiatives, developed by the National Healthy Workforce department and its many partners within the organization, serve an employee population of 217 000. These employees are spread across 8 states and the District of Columbia in settings as diverse as health-care delivery, administration, facilities services, IT, and call centers. The partnership between Kaiser Permanente management and the majority of its labor unions, called the Labor Management Partnership, directs the design and implementation of much of Kaiser Permanente's wellbeing efforts, as 75% of Kaiser Permanente's workforce is union represented.
Under the auspices of the Labor Management Partnership, a Unit-Based Teams Health and Safety Champion program launched at the end of 2015 as a primary initiative to address the organization's employee well-being priorities. The program consists of a network of over 3300 champions who embed health and well-being (HWB) into the workplace and day-to-day work activities of our employee population and facilitate the initiation of employeedriven well-being projects across the organization.
The Unit-Based Teams are self-directed groups of frontline employees, managers, and physicians whose work brings them together naturally and who collaborate with one another to improve member and patient care. The teams, which are co-led by a manager and union-represented employee, are accountable for the performance of their unit and determine the methods and metrics of their performance improvement projects. There are 132 000 union-represented employees that are members of a Unit-Based Team, along with 20 000 managers and 22 000 physicians. Each Unit-Based Team has a Health and Safety Champion, who brings well-being messaging and education to their peers, initiates team health and safety projects, and acts as a role model for their colleagues and worksites.
Each month the champions focus on a different health or safety topic that is developed and communicated by a joint labor and management national team. The champions then bring the topic to their teams through regular meetings and interactions. A Unit-Based Team Health and Safety Champion training curriculum is active in most regions and training sessions are held throughout the year, and a monthly tele-town hall brings the champions together for education and an opportunity to ask questions. As of year-end 2018, Kaiser Permanente had 3650 active Unit-Based Teams, of which 91% (3321) had a Unit-Based Team Health and Safety Champion. Unit-Based Teams initiated 1824 workforce wellness projects in 2017, and another 1,985 in 2018. This breadth of participation by thousands of champions allows for well-being to be embedded into the everyday functioning of work units across the organization and is one of the primary drivers of the advancement of the culture of HWB within Kaiser Permanente.
A concurrent and complementary effort within the organization is underway to build and enhance the culture of HWB. Along with implementing a set of strategies to foster this culture at multiple levels, Kaiser Permanente has developed a Culture of Health (CoH) Index to systematically evaluate progress.
To bolster the development of a culture of HWB, Kaiser Permanente launched a National Well-Being Strategy Group in 2017. This group brings together leaders from across the organization to coordinate an enterprise-wide approach to achieve a thriving, resilient workforce. The group is responsible for establishing Kaiser Permanente's overall strategy to advance well-being for the workforce and to help Kaiser Permanente be a role model for community and employer groups. One of the key elements of this strategy is the Unit-Based Team Health and Safety Champion program.
Key factors that have led to the success of the Unit-Based Team Health and Safety Champion program and the growth of a culture of HWB include organization-wide commitment; the unique design of the Unit-Based Team Health and Safety Champion program, which actively involves labor and touches a large percentage of employees through the existing and robust Labor Management Partnership infrastructure; and Kaiser Permanente's multipronged approach to fostering a culture of HWB and tracking progress toward those ends.
Results featured in the 2019 C. Everett Koop award application demonstrate that employees in Unit-Based Teams who successfully complete well-being projects at Kaiser Permanente show consistently favorable health and key performance outcomes compared to employees who do not. The population of employees in Unit-Based Teams that are engaged with well-being exhibits lower average sick day rates, better blood glucose test results, and higher CoH index scores. The higher engagement with their HWB therefore translates to beneficial financial outcomes for Kaiser Permanente.
Aside from their level of engagement with well-being projects through Unit-Based Teams, the study and comparison populations examined were similar in terms of workforce and demographic characteristics. Therefore, there is evidence that the results could be attributable to participation in well-being efforts at Kaiser Permanente. These results suggest that the more that employees are engaged in well-being through Unit-Based Teams, the more those employees may be engaged in their well-being overall, leading to improved health and business outcomes. A strong case can therefore be made for continuing and possibly strengthening the Unit-Based Team employee wellbeing initiatives at Kaiser Permanente in years to come.
How Healthy for Life Empowers LG&E and KU Employees and Spouses
Amanda Faulkner, BA 1 , Rebecca Fries, MPH, CPH, ACSM-CPT 1 , and DeAnna Hall, BSN, RN 1 L ouisville Gas and Electric Company (LG&E) and Kentucky Utilities (KU) Company, part of the PPL Corporation (NYSE: PPL) family of companies, are regulated utilities that serve nearly 1.3 million customers and have consistently ranked among the best companies for customer service in the United States. LG&E serves 328 000 natural gas and 414 000 electric customers in Louisville and 16 surrounding counties. KU serves 555 000 customers in 77 Kentucky counties and 5 counties in Virginia. LG&E and KU's nearly 3500 employees are key to the company's continued success and to delivering excellent customer service every day. Stationed at more than 50 facilities throughout Kentucky and Virginia, our employees hold a variety of jobs in a range of work environments. The company has a robust health and well-being (HWB) program that encompasses all aspects of the organization. While the company's wellness culture has evolved over 3 decades, the existing holistic well-being program known as Healthy for Life (HFL) is in its sixth year of operation. Based on Dee Edington's research, 1 the company's goal is to have zero health trends and continue the strategy of a Total Population Health Model.
LG&E and KU's HFL program provides an array of offerings that help employees and spouses understand the importance of holistic health and make healthy lifestyle choices. The program strives to meet individuals where they are in their health journey on the spectrum of health risks. The program does not take a ''one size fits all'' approach but rather creates the idea that each individual has an opportunity to maintain or improve some aspects of their HWB. The HFL program includes an online portal which serves as the interactive hub where employees and spouses, regardless of whether or not they have medical insurance through LG&E and KU, engage in well-being challenges to earn points toward incentives. Those incentives include a reduction in medical premium costs (more than 90% qualify each year) and Amazon gift codes. From extremely healthy individuals to those who are successfully managing their health risks, everyone has access to a variety of tools and programs including regional on-site coaching with registered dietitians, Family Assistance Plan, tobacco cessation, and interactive webinars. Some highlights of HFL's success include C-suite support and engagement, partnership/integration of company initiatives, and a focus on executing multifaceted communication campaigns to drive healthy actions.
Mission/Vision Alignment With Senior Leadership
The company's overall mission, vision, and core values are the foundations that guide day-to-day work practices. In fact, one of the company's core values-''safety and health''-states that we do not compromise in these areas. With a top-led, employee-driven organization-where executive leadership supports employee participation and employees are encouraged to follow through with initiatives-the company's culture is inclusive of everyone. For example, safety is the company's number one priority, and every employee is encouraged and expected to say no to unsafe work, regardless of their job title and to whom they are speaking. Health and safety are considered standing agenda items during meetings and tailgates, further driving a successful well-being program. In fact, each year leadership hosts a Safety Summit with more than 1200 employees and business partners to review incidents and trends from the previous year and to highlight safe practices in innovative ways. The Summit begins with a guest speaker who shares a story about how safety impacted their lives and
